This research is about factors affecting employees' turnover intention in construction companies. Employees' turnover intention is known as the organization's workers' intent or plan to leave their current working place's position. Malaysia has scored third highest voluntary turnover rate, which is 9.5% in Southeast Asia year 2015. Most of the construction projects are difficult and complex to manage it. High employees' turnover rate may influence the construction companies' productivity and performances. There are many factors that will affect employees' turnover intention, such as colleague relations, organizational commitment, organizational justice, organizational reputation, communication, and organizational politics. In order to address the issues above, this research was aims to identify the factors affecting employees' turnover intention and to determine the relationship between the factors and employees' turnover intention. Therefore, in order to achieve these objectives, a questionnaire survey involving 160 employees conducted to Grade 7 construction company in Klang, Selangor. There was 73 companies' worker who responded to the survey. The data analysis conducted using SPSS and SmartPLS, and the results showed that organizational politics were mostly caused employees' turnover intention in construction companies. The findings also showed that communication and organizational politics had a negative relationship with employees' turnover intention. Results from this research can provide the evidence and bring convince for the construction companies in Malaysia to reduce employees turnover rate. In the future, the scope of the study can be expanded to other states of Malaysia to improve the reliability of this study.
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the previous studies such as Thomas (2015) , Seong (2015) and Nkomo et al. (2009) showed that salary and fringe benefits are the key factors for employees' turnover intention in construction companies. Although previous studies focused on factors employees' turnover intention, there is a lack of investigation of factors affecting employees' turnover intention in construction companies in Malaysia. Therefore, in this research, it will identify the factors affecting employees' turnover intention and determine the relationship between the factors and employees' turnover intention in construction companies in Klang, Selangor.
Factors such as colleague relations, organizational commitment, organizational justice, organizational reputation, communication, and organizational politics play an important role in employees' turnover intention in construction companies in Klang, Selangor.
By knowing the factors causing employees' turnover can help human resource manager in the company to look for better solutions to reduce employees' turnover rate and thus can increase productivity in construction companies in Klang, Selangor. Therefore, it is very important to find out what factors will cause employees' turnover intention in construction companies in Klang, Selangor.
Literature Review

Background of the construction industry
The construction industry is the field where those companies are responsible for the buildings or engineering projects of the construction. It actually consisted of three types of construction projects which are residential projects, non-residential projects, and engineering projects. Besides that, the construction industry plays a very important role in the socio-economic growth of each country (Rahman, Memon, & Abd. Karim, 2013) . Economically, it contributes to major improvement in the overall Gross Domestic Product (GDP) of a country.
Construction company in Malaysia
The construction company is is sector in the Malaysian economy because it contributed 3% to 5% of the aggregate economy GDP over the last 20 years (Khan, Liew, & Ghazali, 2014) . Malaysian construction company nowadays is more high-ranking, modernized, and well equipped. As a developing nation, Malaysia has understood the vital role of the construction company not only help in economic growth but also improving the living 
Factors affecting employees' turnover intention 2.3.1. Colleague relations
Colleague relations means the relationship with the co-worker in the organization. The connection with colleagues can also be defined as the social and working undertaken with other people in the workplace. Relationship with the colleague in the workplace can be observed through its attributes such as trust, cooperation, and so on (Buljubasic, 2008) . The relationship between the colleagues may influence the working environment. This is because employees will spend a longer time with their colleague during working hours. If employees have a good relationship with their colleague may make a pleasure of the work environment.
Organizational commitment
The organizational commitment may interfere with the social and personal functions of employee and the effective operation of the organization. It is also an expression of employees' feeling of psychological attachment towards the organization. It can measure the employees' willingness to stay in an organization in the future. There are three components of commitment that can be defined as an organization which is identification, organization, and honesty (Raisiene & Vilke, 2014) . The organizational commitment is rising from the organization's principled attitude toward an employee. It also can be described as the involvement of employees in the organization.
Organizational justice
According to Greenberg (1987) , organizational justice defined as the fairness of resource allocation in an organization based on employee's perception. This is also referring to decision by management and its action, whether it is according to the moral right with ethical standards, religion, or the law. The fairness can describe in term of employees' FGIC2019 salary, performance evaluation, opportunities for promotion, and others. This perception, in turn, can influence employees' attitude towards management (Fee Yean & Yusof, 2016). If fairness is applied in an organization, employees will also feel satisfied and give a high commitment to the organization.
Organizational reputation
Organizational reputation is same meaning as an organizational image which shows the overall attractiveness of the organization. The reputation of an organization will represent its ability to create value, and it passes actions. The good pass actions of an organization will have a good reputation or image in the country, which will make those employees feel proud to work in the organization. Organizational reputation also can be considered as the stakeholder's opinion or judgment. Organizational reputation demonstrates the ability of the organization to create value. The reputation of the organization is also based on the past behavior of the organization and gives the outlook for the future (Hendriks, 2016).
Communication
Communication means the willingness to share non-personal or personal information to others (Eisenberg & Witten, 1987) . It also can be defined as the sharing of information between one and others through face-to-face interaction or social media. Communication is an important aspect that helps to improve the decision-making process. Through the exchange of information between manager and employees can choose the best decision to solve any of the problems faced by the organization. At the same time, employees will feel their contributions are being respected and it may reduce the dissatisfaction of employees toward their job.
Organizational politics
Organizational politics can be defined as the work behavior of employees in the organization. It is a difficult element to deal with within the organization. Even though it will bring some negative effect on the organization, but it may also bring a positive impact to the organization. The negative impact that organizational politics will cause is ethical concerns such as conflicts over resources. Ferris et al. (1996) view organizational politics as an attitude that is not formally authorized by the organization, dispute, and FGIC2019 frictions arise in the work environment by opposing individuals or groups against each other or peer-to-peer organizations. On the other hand, those employees with political skills are managed job stress and help the organization meet the strategic goals.
Employees' turnover intention
Employees' turnover intention means the employees have thought or plan to voluntarily leave their current organization. Voluntary employee turnover explains that employees' perception can lead to turnover. Employees' turnover intention also closely related to the employees' turnover because the actual employees' turnover behavior is depending on their intention of leaving the organization (Yang and Wittenberg, 2016) . Thus, the employees' turnover intention is the most immediate determinant of real turnover behavior. Employees' turnover intention must be taken seriously because it will influence the organizational performance and lower down the efficiency of productivity.
Relationship between factors and employees' turnover
Colleague relation & employees' turnover intention
Colleague relationships have a direct negative impact on job stress and realism, while executive support has a direct negative impact on job stress but not realism (Yang et al., 2015) . The results of the previous study show that the pressure on employees in the workplace has become increasingly important because it will influence the employees' turnover intention. Consolidated colleagues and executive support can effectively reduce work stress and improve the status of the aging workforce. At the same time, the employee's willingness to turnover can be reduced. According to Bateman (2009) , it also is shown that there is a significant negative correlation between colleagues' support and withdrawal intention. Retail organizations should be aware of this relationship and commit to creating a supportive work environment. Thus, it can be hypothesized that colleague relations have a negative relationship with employees' turnover intention.
Organizational commitment & employees' turnover intention
Organizational support can boost the morale of the employee; as a result, will lead to high organizational commitment and low employees' turnover intention (Ahmed and Nawaz, 2015) . This previous research approves the significant positive relationship FGIC2019 between job autonomy and organizational commitment which the greater job autonomy leads to more commitment to the current organization needs to provide more autonomy to employees so that employees could decide about their goals and pursue plans to achieve them. Through Jehanzeb, Rasheed, and Rasheed (2013) research on organizational commitment and employee turnover intentions also confirms a strong reverse relationship. Therefore, it can be hypothesized that organizational commitment has a negative relationship with employees' turnover intention.
Organizational justice & employees' turnover intention
In the previous scholar by Ali and Jan (2012), there was a significant relationship between employee's turnover intention towards distributive justice perception as well as procedural justice perception. The degree of organizational justice and job satisfaction in the workplace has an effect on employees' attitude and performance (Letchumanan, Apadore, & Ramasamy, 2017). If the organization can recognize and implement organizational justice, the employee's performance and productivity can be increased if they been treated fairly. Thus, employee turnover also can be reduced. In other words, this can be hypothesized that organizational justice has a negative relationship with employees' turnover intention.
Organizational reputation & employees' turnover intention
Findings in the Allahyary and Beheshtifar (2013) and Alniacik, Cigerim, Akcin, and Bayram (2011) show that there is a reverse relationship between organizational reputation and employees' turnover intention. Focusing on organizational identification and images can reduce employee turnover intentions in the organization. Previous research in South Korea conducted by Kwon & Rupp (2013) also presented a negative correlation between corporate reputation and turnover intentions, especially in high-performing companies in the organization. A high degree of recognition of the company's reputation will reduce the willingness to leave, and vice versa. So, it can be hypothesized that the organizational reputation has a negative relationship with employees' turnover intention. FGIC2019 did by Al-Tokjais (2016) also results that good communication can forecast turnover intention behavior of employees in an organization. It is proven that communication from manager to employee (downward communication), communication employee to their leader (upward communication) and communication between departments (sideward communication) in an organization will influence for the turnover intention. It is expected that a high perception of communication will reduce the turnover intention occurs in the organization (Yang & Wittenberg, 2016) . Thus, it can be hypothesized that communication has a negative relationship with employees' turnover intention.
Organizational politics & employees' turnover intention
The results from Abubakar and Abdullahi (2017) study also shows that there would be a reciprocal effect of perceived organizational politics on turnover intention. These results underline our postulation that the relationship between perceived organizational politics and turnover intention is complex and reciprocal. This suggests that there is no simple one-directional effect of perceived organizational politics on turnover intention. Whereas perceived organizational politics influence turnover intention, employee turnover can also influence the perception of organizational politics in the work environment. Therefore, it can be hypothesized that organizational politics has a negative relationship with employees' turnover intention.
Methodology
Research design
The quantitative research design was used in this study. Descriptive and correlational design were some of the types of quantitative research design which would be used to solve the research questions. The descriptive design includes the sample population which may be nearly hundreds or thousands of subjects to achieve the validity estimate, and the Correlational design will be used to determine and test for the relationship between independent and dependent variables of this research. The data collection method that would be used in this study was questionnaires method. Both paper-pencilquestionnaires and web-based questionnaires would be applied in this research. Hence, the questionnaires would be prepared and given to the respondents through email or walk-in to the Grade 7 construction companies in Klang, Selangor. 
Conceptual framework
The following Figure 1 is the conceptual framework of the research. 
Research hypothesis
Based on the Figure 1 , the hypotheses for this research as follows:
H1: The colleague relations have a negative relationship with employees' turnover intention.
H2: The organizational commitment has a negative relationship with employees' turnover intention.
H3: The organizational justice has a negative relationship with employees' turnover intention.
H4: The organizational reputation has a negative relationship with employees' turnover intention.
H5: The communication has a negative relationship with employees' turnover intention.
H6: The organizational politics has a negative relationship with employees' turnover intention. 
Data collection
In this study, all the data and information will be collected through the articles and journals which were using secondary data collection method and questionnaire survey forms that were distributed which were using the primary data collection method. The main data collection techniques used in this study was a questionnaire from the target respondents through email and walk-in. Questionnaire format such as close-ended questions, length of the questions, and the choices of the questions had been set to make sure the data can easily gather from the respondents. In this questionnaire design process, the questionnaire separated into three sections, which were Section A: 
Population and sample size
The respondents in this study will focus on the upper or lower level of employees who and age. Besides that, probability sampling was used in this research because the respondents are chosen through random sampling. Each of the respondents has the same probability of being chosen, and they will be randomly chosen from the population.
Data analysis
The Pearson Correlation and Multiple Regression Analysis have been conducted to identify the factors affecting employees' turnover intention and determine the relationship between factors and employees' turnover intention in construction companies.
Before conducting the Correlation and Regression Analysis, reliability and validity test Moreover, the normality test also has done in order to confirm the data collected are normally distributed and achieved the underlying assumption for most of the statistical analysis. Descriptive analysis has been conducted to summarized and describe the data collected by measure the mean and standard deviation to make the results of the research easier to understand.
Survey procedure
Pre-test
The pre-test will be conducted to get some advice from the experts to improve the questionnaire. In this research, the questionnaire was given to three experts who have the related field or background toward construction or human resources to undergo this pre-test. Those experts have identified the questionnaire's problems such as unclear sentences or the questionnaire taking too long to administer. The comments from the experts had been recorded down, and correction is done at the same time before proceeding to the pilot test.
Pilot test
The pilot test is a rehearsal of the research study which allows testing the study approach with a small number of test respondents before the main study being conducted and ensuring all the respondents understands the questions from the questionnaire in the After that, the questionnaires that need to be given to the real respondents for this research have been adjusted and improved. Other than that, the pilot test also being used to measure the reliability and consistency of the questionnaire by seeing the Cronbach's Alpha coefficient generated from SPSS software. The results of Cronbach's Alpha coefficient value shown in Table 1 for all variables were more significant than 0.7, which means acceptable with the internal consistency and reliability. Hence, there FGIC2019 was no item from each variable need to be deleted, and it can proceed to the primary respondents' distribution for this research. 
Main survey
The corrected and improved questionnaire would be distributed to the workers who were working in the Grade 7 construction companies in Klang, Selangor which had been registered for the CIDB. There are 160 sets of the questionnaire had been given to the construction companies through email and walk-in. Each Grade 7 construction companies would only be given one set of questionnaire which means each of the respondents will be represented by different construction companies. However, there was only received 73 respondents out of 160 populations. The response rate was 45.63%, which considered good and acceptable (Keller, 2014) . The total respondents collected was 64.60% of the sample size (113 respondents) needed for this research. Chinese, which has 56.2% of the respondents. However, Indian respondents had the lowest amount, which is 6.8% of the total population. Moreover, most of the respondents (47.9%) had 2 years and below working experience in their current working construction companies. There are only 8 respondents who have working experience of 11 years and above with a percentage of 11.0% of total respondents. Other than that, most of the respondents who participated in this research are holding admin position in their current working construction companies, which are 47.9% of the total research respondents.
Results
Respondent demographics
The others 17.8% of the respondents' position in their current working place was such as senior executive, financial admin, electrical engineer, purchasing executive, senior contract executive, chemist, sales coordinator, receptionist, and quality control admin.
Descriptive analysis
Based on Table 3 , organizational politics had the highest mean of 3.1425, which showed that the employees' turnover intention in respondents' construction companies are mostly affected by organizational politics factor. Organizational reputation had the lowest mean of 3.0137, which implied that the employees' turnover intention in construction companies were low influence by organizational reputation. Since all the mean value for each variable are more than 3 (Neutral), which means most of the respondents are neutral or agree toward those factors can affect the employees' turnover intention in construction companies.
Normality test
According to Curran et al. (1996) , a samples are normally distributed if the absolute value of Skewness not more than 2 (within -2 to 2) and the absolute value of Kurtosis not greater than 7 (within -7 to 7). Based on the SPSS output in Table 4 , it was shown that the highest absolute value of Skewness is 0.771 which less than 2 and the highest absolute value of Kurtosis is 1.068 which does not more than 7. Since all the statistic value of Skewness for each item are within -2 to 2 and all the statistic value of Kurtosis for each item are within -7 to 7, it can be confirmed that the samples are normally distributed. Besides that, the outlier has existed if there have any z-score value is less than -3.29 or more than 3.29 (Tabachnick & Fidell, 2007) . After running the z-score in SPSS software, all the z-score values had been check, and all values are in the range of -3.29 to 3.29. Thus, there does not have any outlier exist. FGIC2019 2017). Those items that have outer loadings less than 0.708 will be deleted one by one until the variables do not contain any items that less than 0.708. Those items deleted (11 items) and remained (24 items) have shown in Table 6 . Table 6 shows that all the outer loadings of each item remained are more than 0.708, which means that the latent variable should be able to explain at least 50% of each item's variance. Not only that, AVE values for all variables are more significant than 0.5, which also can be said that all items for the variables have high levels of convergent validity. Since all-composite reliability for each variable are more than 0.7 after deleted items process, which means all the variables in this research are still acceptable with high internal consistency and reliability. Figure 2 shows that the PLS path model after item deleted process. 
Pearson correlation analysis
If the significance value is less than 0.05, that means the relationship between independents variable and dependent variable are significant. Table 7 shows that all the independent variables had a significance value less than 0.05, which prove that the relations between the independent variables and employees' turnover intention are significant. FGIC2019 Therefore, all the independent variables (colleague relations, organizational commitment, organizational justice, organizational reputation, communication, and organizational politics) are considered as the factors that affect employees' turnover intention.
The Pearson Correlation value in Table 7 also explained that all the independent variables are negatively significant relationship toward employees' turnover intention.
Since all the questions in the questionnaire were changed to the negative statement in the early stage of the data analysis, thus, the positive value of Pearson Correlation represent a negative relationship between the independent variable and dependent variable. 
Multiple regression analysis
Standardized beta coefficient (β) is very similar to the correlation coefficient, which ranges is between 0 to 1 or 0 to -1 (Morgan et al., 2013) . The closer the value toward 1 or -1, it reflects the stronger the relationship between the independent variable and dependent variable. In order for the independent variables to be significant, the p-value must be less than 0.05 (Frost, 2013) . Table 8 shown only two hypotheses (H5 and H6) are supported due to the variables' beta coefficient are positive and have a significant level of p-values less than 0.05. While, there are four hypotheses (H1, H2, H3, and H4) not being supported because of the significant level of p-values are greater than 0.05.
Discussion
The purpose of the finding is to identify the factors affecting employees' turnover intention in construction companies in Klang, Selangor and to determine the relationship between the factors and employees' turnover intention in construction companies in Klang, Selangor. There are six factors affecting employees' turnover intention being FGIC2019 
Conclusion and Implications
This research is about the factors affecting employees' turnover intention in construction companies in Klang, Selangor. The purpose of this study is to find out the factors that may influence the employees' turnover intention in construction companies through identify the factors and determine the relationship between the factors with the employees' turnover intention. The results from this research help the human resource department in construction companies to focus on those relevant and useful factors to reduce the employee's turnover rate in the construction companies. The descriptive analysis results from this study showed that organizational politics had the highest mean compared to other factors from this research which also shown that employees' turnover intention in construction companies are mostly affected by organizational politics factor.
Besides that, the Pearson Correlation analysis results show that all six factors (colleague relations, organizational commitment, organizational justice, organizational reputation, communication, and organizational politics) were highly correlated to the employees' turnover intention. to the questionnaire form that had been sent to them through email, and some of the respondents give an excuse to refuse to fill up the questionnaire form being given to them.
In order to improve the reliability of this study, the scope of the study can be expanded to other states of Malaysia. In this study, the employees' turnover intention is only measured by six factors. If there are more factors being measured toward the employees' turnover intention, it may make the result of the study more accurate. In-depth FGIC2019 research can also further investigation about how to solve the employees' turnover intention problem in construction companies based on the factors. This investigation can make the study more precise and informative. Other than that, the data analysis can be described more depth by classified two different groups toward the analysis such as investigate the view from different gender (male and female) toward the factors affecting employees' turnover intention by using one-sample mean T-test. Furthermore, the target respondents in the future study can be narrow down to specific level such as management level because those measurement variables may only influence toward employees who work in the management level or top management level. Moreover, qualitative research design can be added into the future study. When both the qualitative and quantitative research design involved in the study, it can improve and enhance the results from the finding.
